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Mar_ch 10, 20_24 employees are unwilling to share their knowledge, even when organizational practices are designed to
Available online: facilitate knowledge transfer. This research aims to identify the consequences of human resources’
May 1, 2024 knowledge hiding and develop a structural model and the causal relationships between them using a mixed
method. Research methodology is a pragmatic paradigm with an integrated approach in terms of research
philosophy and survey in terms of research strategy. The first phase of the study is qualitative, and the
second phase is quantitative. The statistical population of the qualitative section includes 34 articles out
of 45 from 2000 to 2023 related to the consequences of human resources’ knowledge hiding. In the
quantitative part of the research, the statistical population included ten experts in the field of knowledge
management. In the first phase, which is the qualitative phase of the research, data was obtained from the
content analysis of articles related to human resources’ knowledge hiding, in which 16 consequences of
human resources” knowledge hiding were identified. In the second phase, fuzzy Delphi was adopted in
order to select the most important ones, and finally, eight factors were identified. In the next step, the
structural model of these factors was developed using the interpretive structural modeling method. Then,
by using Micmac analysis, the factors were classified based on driving and dependence power. Finally,
the fuzzy DEMATEL method was adopted to analyze the causal relationships between the factors. The
results showed that lack of empowerment is the most important consequence of knowledge hiding, and
lack of creativity and innovation, low quality of decision-making, lack of organizational commitment, job

Keywords: dissatisfaction, lack of organizational development, poor performance, and turnover intentions are other
Human Resources’ consequences of knowledge hiding. In the end, the authors' proposed model in the field of human
Knowledge Hiding, resources’ knowledge hiding is presented based on the results.
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for an organization (Shayegh et al., 2023).
Knowledge sharing is the key to the success of
Extended abstract any organization. It is a communication process
. in which members exchange knowledge,
1. Introd_uctlon o experiences, facts, methods, and attitudes through
Knowledge is one of the main pillars of the discussion to increase the value of knowledge.

organization, so it is essential to improve the Sustainable knowledge sharing is associated with
performance process and seek to provide services
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positive results such as innovative work
behaviors, employee creativity, group creativity,
and organizational learning for individuals,
groups, and organizations. Knowledge resides in
the minds of employees who are expected to
voluntarily share these valuable and specialized
information sources for better organizational
performance (Karimi Jafari et al., 2023).
Organizations have devoted efforts to increase
knowledge sharing to achieve organizational
success. However, they have found that,
unfortunately, many employees tend to hide
knowledge instead of sharing it (Jiang et al.,
2019). Knowledge hiding refers to a deliberate
act of hiding knowledge requested by others,
which can not only seriously harm individuals,
organizations, and relationships (Feng et al.,
2022) on financial performance and tasks but also
affect the culture of the organization because it
damages relationships, and may cause mistrust
among employees (Oubrich et al., 2021). This
phenomenon is frequently observed in
organizations, and its consequences are
devastating (Fong et al., 2018) .

Some factors lead employees to knowledge-
hiding behaviors. So far, many researchers have
investigated the factors affecting knowledge
hiding; for example, interpersonal mistrust (Issac
& Baral, 2020), competitive environment in the
organization (Fong et al., 2018), and fear of being
evaluated (Butt et al., 2020) can be named as
some of these factors. Collected evidence shows
that personal characteristics of individuals (such
as psychological ownership, negative reciprocity,
self-efficacy, and personality traits) and
situational ~ factors (such as leadership,
interpersonal relationships, and organizational
climate) may also act as potential determinants of
knowledge hiding. Considering colleagues’
important role in an individual's organizational
life, the quality of relationships with colleagues
can be another potential determinant of
employees' knowledge-hiding behavior (Ahmad
et al., 2022).

Knowledge hiding has negative consequences
such as reduced creativity (Jahanzeb et al., 2019),
turnover intentions (Offergelt et al., 2019), lack
of psychological safety (Jiang et al., 2019), lack
of organizational commitment (Garg & Anand,
2020), reduced job satisfaction (Offergelt et al.,

2019), increasing emotional exhaustion (Butt et
al., 2020), decreasing employee empowerment
(Offergelt et al., 2019), decreasing individual,
team, and organizational performance (Chatterjee
etal., 2021), and so on. Therefore, identifying the
consequences of knowledge hiding is of
particular importance.

Based on the theoretical background, a search
of authors in the six scientific databases from
2000 to 2023 showed that a comprehensive,
reliable, and high-quality study had not been
conducted to identify the consequences of
knowledge hiding. One challenging aspect of
research on knowledge hiding is that, although
some studies have been conducted in the field of
knowledge hiding’s consequences, each of them
only investigated some factors of knowledge
hiding, and no research has ever identified all the
consequences of knowledge hiding; there is no
comprehensive view that provides a big picture of
the consequences of knowledge hiding and
develops the integrated approach with a structural
model and causal relationships between them
using a hybrid method.

Therefore, the novelty of this research is in
three directions. First, this study identified the
consequences of knowledge hiding with content
analysis of related articles. Second, the structural
model of these factors was developed with ISM.
Third, the causal model of relationships between
them presented with Fuzzy DEMATEL, while no
mixed research has been done so far, which
identified all the consequences of knowledge
hiding using the content analysis method and
used both ISM and Fuzzy DEMATEL to model
knowledge hiding’ consequences.

2. Research Methods

Research methodology is a pragmatic paradigm
with an integrated approach in terms of research
philosophy and survey in terms of research
strategy. The first phase of the study is
qualitative, and the second phase is quantitative.

In the first phase, the qualitative phase of the
research, data were identified from library studies
and content analysis of articles related to human
resources’ knowledge hiding. For this purpose,
all the studies related to human resources’
knowledge hiding in six scientific databases,
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including Science Direct, Emerald, Springer,
Wiley, Sage, Taylor & Francis, and Scopus, from
2000 to 2023, were reviewed through a
systematic literature review. Open coding and
axial coding were used for content analysis. In the
second phase, fuzzy Delphi was adopted to select
the most important consequences of human
resources’ knowledge hiding. Ten experts in the
field of knowledge management participated in
the Delphi method to identify the most important
consequences. In the first round, the experts
received an initial list of 16 factors identified
from the literature review and determined the
importance of these factors based on their
experiences and opinions. The Delphi technique
was carried out in two stages, and finally, a
consensus was reached about the consequences of
human resources’ knowledge hiding in the
second round of Delphi. In the fuzzy Delphi
method, eight factors were identified as the most
important consequences of human resources’
knowledge hiding. In the next step, the structural
model of these factors was developed with the
interpretive structural modeling method. Then,
by using Micmac analysis, the factors were
classified based on the driving and dependence
power. In the end, the fuzzy DEMATEL model
was adopted in order to analyze the causal
relationships between the factors.

3. Results

Most of the results obtained from fuzzy Delphi,
ISM, and fuzzy DEMATEL are compatible to
some extent; still, it is necessary to discuss these
results to understand the characteristics of each
factor. Based on the fuzzy Delphi method, the
consequences of human resources’ knowledge
hiding are poor performance, lack of
organizational development, low quality of
decision-making, lack of creativity and
innovation,  job  dissatisfaction, lack of
empowerment, lack  of  organizational
commitment, and turnover intentions. Based on
the results of ISM, the variables of poor
performance, lack of organizational
development, job dissatisfaction, lack of
organizational commitment, and turnover
intentions are the first-level factors. The low
quality of the decision-making variable is on the
second level. The variable of lack of creativity
and innovation is at the third level, and finally,

lack of empowerment is at the fourth level and the
most basic element of the model. Based on the
results of Fuzzy DEMATEL, factors of lack of
empowerment, lack of creativity and innovation,
and low quality of decision-making can be
classified as cause groups. ‘“Lack of
empowerment" is located in the third section, the
independent section of the MICMAC diagram,
and ranks first among all causal factors,
confirming that it has the most influence on other
factors while accepting very little influence.
Therefore, based on the results, this factor is the
main element and foundation of the model and
should be considered the first consequence of
human resources’ knowledge hiding. In addition,
the lack of creativity and innovation and the low
quality of decision-making have a strong
influence, are located in the independent part of
the MICMAC diagram, and, respectively, have
the highest causality score after the lack of
empowerment. In the end, the authors' proposed
model in the field of human resources’
knowledge hiding is presented based on the
results.

4. Conclusion

Lack of employee empowerment is the most
important consequence of human resources’
knowledge hiding, so it should be considered as
the first factor to reduce this phenomenon. When
leaders themselves convey the message of human
resources’ knowledge hiding and do not allow
employees to participate in decision-making, they
initiate downward effects that damage job
attitudes and hinder employee empowerment.
Organizations are suggested to strategically
design workshops and dialogues to raise
awareness of the mechanisms that determine
success and failure in terms of knowledge
transfer, employee satisfaction, and perceived
empowerment. Furthermore, when appointing
new leaders, decision-makers should consider the
important role of knowledge hiding signaled by
the leader. Leaders are the decisive influencers;
they must be models for their employees and
clearly state that knowledge hiding is undesirable
and should be avoided.
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